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2006-2007
LINN-MAR COMMUNITY SCHOOLS

SERVICE PERSONNEL SALARY CLASSIFICATIONS

A. Food Service
Laundry Operator
B. Warehouseman - General Stores

Mail Delivery
Food Service Driver

C. Grounds Maintenance
Custodian

C-1.  Athlctic Coordinator

D. General Maintenance Mechanic

E. Auto Mechanic |
A-V Technician
Skilled Maintenance

F. Certified Maintenance (certified/licensed in one or more of the
following trades: clectrical, plumbing, HVAC, refrigeration,
mechanic) '

Facilities Support Technician

Custodian II will be upgraded from Classification B to Classification C. This upgrade
will be accomplished gradually over a three-year period beginning with the 2004-2005
Collective Bargaining Agreement. In the 2006-2007 Agreement, the Classifications of
Custodian I and Custodian I will be merged and the new title of Custodian will be placed
under Salary Classification C.
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2006-2007 SALARY SCHEDULE

Ycars of

Scervice AF B. C. C-1 D. I I,
()-2 1141 12.77 13.22 13.48 14.08 14.42 17.53
3-4 11.81 13.22 13.80 14.06 14.60 15.10 18.08
5-9 12.21 13.69 14.37 14.63 15.21 15.79 18.63
10+ 12.61 14.14 14,94 15.20 15.79 16.47 19.18
16+ 13.01 14.54 15.34 15.60 16.19 16.87 19.58

SUPPLEMENTAL PAY SCHEDULE

* 1.

*2.

*3,

*4,
*S.

Responsibility for managing a satellite school will allow an additional $ .25 an hour for
employees in this category.

Cashicrs at the Middle School and Scnior High School receive a $ .25 an hour additional
for added responsibility.

An employcc repliacing a cashier or manager will receive the cashier or manager bonus
from the first day of replacement.

The manager of production kitchens will reccive an additional $ .65 an hour bonus.

An employee replacing a production manager producing 800 meals a day or more will
receive an additional $1.40 an hour bonus from the first day of replacement.

Lead workers, including those in Food Service, shall receive $ .25 an hour additional pay.
No employee shall receive more than one bonus. '

The District may pay up to $2.00 above the wage rate in Classification F in any area the
District determines that is difficult to compete in the labor market.

Employees who are scheduled for on-call will be paid $50.00 per day (Saturday/Sunday).
Employees who are scheduled for on-call on a day that is a paid holiday will be paid
$75.00 for the day of the holiday. If an employee is required to report to work at the
District while scheduled for on-call. mileage will be paid at the District/state rate to and
from work.



PAYROLL SCHEDULE

Employees will be compensated twice a month. The payments will be made on the 5™ and the

20™ of each month that the employees currently receive their compensation. New employees will
receive their first check on the second pay date following their hire date. All overtime and pay
deducts will be made on the second pay date of the month unless there is a legitimate reason to
make some adjustments to the first payroll. Insurance, TSA’s, dues, and all other deductions will
be deducted equally out of both payrolls.

The following is the payroll schedule for 2006-2007.

Reporting Period Distribution Date
07/01/06 —07/14/06 08/05/06
07/15/06 — 08/04/06 08/20/06
08/05/06 - 08/18/06 09/05/06
08/19/06 - 09/01/06 - 09/20/06
09/02/06 — 09/15/06 10/05/06
09/16/06 — 09/29/06 10/20/06
09/30/06 - 10/20/06 11/03/06
10/21/06 — 11/03/06 11/20/06
11/04/06 - 11/17/06 12/05/06
11/18/06 - 12/01/06 12/20/06
12/02/06 — 12/15/06 01/05/07
12/16/06 — 12/29/06 01/19/07
12/30/06 - 01/19/07 02/05/07
01/20/07 — 02/02/07 02/20/07
02/03/07 - 02/16/07 03/05/07
02/17/07 - 03/02/07 03/20/07
03/03/07 - 03/16/07 04/05/07
03/17/07 — 03/30/07 04/20/07
03/31/07 - 04/13/07 05/04/07
04/14/07 - 05/04/07 05/18/07
05/05/07 - 05/18/07 06/05/07
05/19/07 - 06/01/07 06/20/07
06/02/07 - 06/15/07 07/05/07
06/16/07 — 06/29/07 07/20/07



ARTICLE |

RECOGNITION AND DEFINITION

SECTION A .
UNIT

The Linn-Mar Community School District hereby recognizes the Linn-Mar Service
Employees International Union, SEIU Local 199, as the certified, exclusive
bargaining representative for all personnel employed by the school issued by the
PERB on July 5, 1978, and amended by Case #1699 on June 10, 1980, and case
#3474 on May 18, 1987. This shall include all such personnel on an authorized leave
of absence.

The unit described in the above certification is, as follows:

INCLUDED: Custodian (day & night), general maintenance mechanic, laundry
operator, mail delivery, grounds maintenance, auto mechanic (I & 1), A-V technician,
facilities support technician, skilled maintenance, athletic coordinator, all full-time
employees of the Linn-Mar School Food Service Division including head baker, head
salad, assistant salad, head cook, assistant cook, cashier, managers (for small schools)
and drivers.

EXCLUDED: Temporary employees, off-set press operator, director of buildings
and grounds, maintenance supervisor. supervisor of custodians, manager of printing
department, director of transportation, director of food service, food service
production managers and all certified employees, supervisory employees, confidential
employees, employees of any other certified bargaining unit, and all other employees
excluded by Section 1V of the Public Employment Relations Act.

SECTION B

DEFINITIONS

1. The term "school district,” as used in this Agreement, shall mean the Linn-
Mar Community School, in thc County of Linn, State of lowa, its Board of
Directors, or its duly authorized representatives.

2. The term "Union," as used in the Agreement, shall mean the SEIU Local 199,
or its duly authorized representatives.

3. The term "employee,” as used in this Agreement, shall mean all persons

described in the bargaining unit as set forth in Section "A" of this article.
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Article I - Recognition and Definition (continued)

4.

The term "regular full-time employee,” as used in this Agreement, shall mean
all persons in the bargaining unit who work 35 or more hours per week and at
least 9 months per year.

The term "regular part-time employee," as used in this Agreement, shall mean
all persons who regularly work less than 35 hours per week and at least 9
months per year. Employees working less than 20 hours per week will not be
eligible for employee benefits with the exception of personal sick leave as
outlined in 279.40 of the lowa Code.

Temporary employees are hired for short-term employment, usually, but not
necessarily, during the summer months of May through September. If an
employee hired on a temporary basis continues work beyond the usual
temporary assignment, the Union, will be notified.



ARTICLE II

HOURS OF WORK

A regular workday shall consist of eight consecutive (8) hours, not including the lunch or
dinner period, and a regular workweek shall consist of five (5) days and the days of work will

be specified at the time of hire.

Employee schedules shall not be varied except for legitimate business reasons. Seven (7)
working days notice will be given to an employee who is required to make a permanent or
temporary shift change except in emergency and/or unexpected situations as determined by

the District.

Employees shall receive two (2) fifteen minute rest periods for each 8-hour day worked,
without loss of pay. The schedule for the two (2)irest periods shall be determined by the
immediate supervisor or his/her designee. Breaks shall be taken in the immediate area of
where the employee is working in the District, or as designated by the supervisor or designee.
Employees shall be afforded an unpaid 30- or 60-minute lunch break established by the
employer to be taken at a pre-designated time each day. It is understood that there will be
times when the needs of the employer dictate that the lunch period must be taken at a time
other than that specified. It is most desirable for the lunch period to be taken at or near the
midpoint of the scheduled shift. It is also understood that for some shifts, the midpoint will
not be tHe best time for either the employee or the employer, and a different time shall be per-

determined.

Employees’ hours may be modified by the District due to inclement weather or emergency
situations. In these circumstances, employees may use accrued compensatory time, vacation,
or personal leave to maintain their regularly scheduled weekly hours. 1f desired, employees

may opt to take this time without pay.



ARTICLE 11
ILLNESS

Employees may be requested to provide such reasonable evidence as may be desired by the
Superintendent or designee confirming the nccessity for such leave of absence. In cases
involving Workers’ Compensation, no individual shall receive more in payment during a
period of disability than his/her current salary.

FULL-TIME PERSONNEL shall be granted sick leave for personal illness with full pay on
the following basis:

a) The first-year of employment 10 days
b) The second year of employment 11 days
c) The third year of employment 12 days
d) The fourth year of employment 13 days
e) The fifth year of employment 14 days
f) The sixth year of employment and

each subsequent year of employment 15 days

Unused sick leave may be accumulated to a maximum of one hundred twenty five (125)
days.

PART-TIME PERSONNEL working a minimum of 20 hours per week shall be granted sick
leave on a pro-rated basis. For example, an employee working 20 hours per week shall be
granted 50% of the full-time sick leave benefits.

PART-TIME PERSONNEL working less than 20 hours per week shall be granted sick leave
without loss of salary according to the following schedule:

First year of employment 10 days (prorated)
Second year of employment 11 days (prorated)
Third year of employment 12 days (prorated)
Fourth year of employment 13 days (prorated)
Fifth year of employment 14 days (prorated)
Sixth year of employment

and each subsequent year: 15 days (prorated)

Sick leave days are prorated throughout the year. Unused sick leave may be accumulated to a
maximum of ninety (90) days.



IMMEDIATE FAMILY ILLNESS

Personnel shall be granted leave of absence at full pay for illness in the immediate family
(spouse, children, parent) not to exceed 3 days per year. This leave does not accumulate. If
additional days are needed, they will be deducted from personal sick leave.

FAMILY AND MEDICAL LEAVE ACT

The provisions of the Family and Medical Leave Act of 1993 (Board policy 403.7) shall be
granted to a Linn-Mar employee.

ARTICLE IV

PERSONAL LEAVE

Two days of personal leave may be granted personnel for reasons other than illness. These
days shall not be allowed on the day prior to or after a school holiday or school vacation, or
an in-service day, or personal vacation, or the first or last day of school, except in cases of
legitimate personal business as judged by the Administration.

Requests for personal leave shall be submitted in writing four (4) working days in advance

except in case of an emergency. Requests shall be acted upon in writing by the
Superintendent or designee within two (2) working days. Such leave does not accumulate.

ARTICLE V

FUNERAL LEAVE

Personnel shall be granted a leave of absence at full pay in case of death in the immediate
family (husband, wife, son, daughter) at the rate of five days per death. For father, mother,
brother, sister, father-in-law, mother-in-law and up to five (5) days will be allowed when
necessary.

In case of death of other relatives, up to two days (2) of absence with full pay may
be granted when necessary.

It is conceivable that the death of some person other than those indicated above may
warrant the same or similar treatment as those listed for one of the above categories. Such
cases will be considered on an individual basis by the Superintendent or designee.

Payment for funeral leave will be prorated for part-time personnel. No death leave is

accumulative. Personnel may choose to use less than all of the funeral leave that they
would be entitled to under the provisions of this article.
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ARTICLE Vi

JURY DUTY

When called to serve on Jury Duty, employees will be paid their normal wages in exchange
for turmning over to the District, any payment issued by the Court. Second and third shift
employees will be temporarily placed on day shift while serving Jury Duty. On any given
day, while serving on Jury Duty, if an employee is either excused or let out early they will be
required to report back to work and finish out the remaining time left during their assigned
day shift.

ARTICLE VII

GROUP INSURANCE

All employees are required to have a physical examination and tuberculin screen for
initial employment and at the District’s designation provider. The cost of the
examination/screen is paid by the District.

A Level 1 Salary Reduction Plan shall be available for all full-time employees. The
plan shall require employees to elect single or family health insurance, including
DXL. The District's contribution shall be $328.00 per month for each full-time
employee who takes at least the equivalent to the cost of the lowest insurance plan
offered. Any premium in excess of that amount shall be paid through salary
reduction. (The premium conversion feature of the plan shall permit an employee to
convert insurance contributions from after tax payroll deduction to pre-tax salary
reduction.) A benefit specification form will be required from each employee.
Employees choosing Insurance Group shall sign documents holding the Linn-Mar
District harmless in the event of unpaid medical losses. Coverage periods and dates
of premium payments necessary for such coverage shall be determined by the
insurance carrier.

The District will contribute, on a monthly basis, $280.00 towards a TSA in the
employee’s name for those employees who do not take the District offered health

insurance.
Provide $45,000 term life insurance for full-time personnel.

Provide each full-time employee with a long-term disability insurance program with
terms and conditions for coverage specified by the carrier.

In the event an employee does not have accumulated sick leave in an amount
sufficient to extend through the one hundred twentieth day of disability, the Board
would make disability payments at the rate as defined by the carrier beginning on the
thirty-first day of disability, up to and including the one hundred twentieth day, at
which time (on the one hundred twenty-first day) the employee would be covered
subject to the terms of coverage as defined by the carrier.
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Article VII — Group Insurance (continued)

The District shall not be liable for payment beyond the one hundred twentieth day of
a disability. The definition of what constitutes a "disability" shall be that used by the
insurance carrier. Those employees having sufficient accumulated sick leave to
extend through the one hundred twentieth day, would be subject to coverage as
defined by the carrier. However, in no event would the total sick leave pay and
disability pay exceed the employee's contracted salary daily rate.

6. Full-time employees have the option of participating in the District dental insurance
plan at the employee's expense through salary reduction.

ARTICLE VIII

PAID HOLIDAYS AND HOLIDAY PAY AND VACATION SCHEDULE

PAID HOLIDAYS
+ Labor Day + New Year’s Eve Day
+ Thanksgiving Day and the + New Year’s Day

Friday following
‘ * Good Friday / Friday of Spring Break
+ Christmas Eve Day if Good Friday is a scheduled school day
+ Christmas Day + Memorial Day

* Fourth of July

* Maintenance Personnel Only
+ Maintenance and Food Service Personnel

HOLIDAY PAY
To be eligible for holiday pay, an employee must:

a) have been employed at least thirty (30) calendar days prior to the holiday.
b) work the scheduled day before and the schedule day after the holiday.

This condition shall not prevent payment of holiday pay to an employee who has worked for
the District at any time within thirty (30) calendar days prior to the holiday, and who is
absent on either, or both, such workdays due to confinement in a hospital, death in family,
jury duty, verified personal illness or is on regularly scheduled vacation.

12



Article VIII — Paid Holidays / Holiday Pay / Vacation Schedule (continued)

All hours worked on a holiday shall be compensated at the rate of one and one half (1 ¥2)
times the employee’s regular hourly rate of pay. In addition, the employee shall receive
holiday pay for the day as outlined in this section.

VACATIONS - FULL-TIME*** PERSONNEL - 12 MONTH PERSONNEL ONLY

Years of Employment Days of Vacation
1-5 10
6 11
7 12
8 13
9 14
10 15
15 or more years 20

*** To qualify for full-time employment, an employee must work a minimum of 35 hours
per week.

GUIDELINES REGARDING VACATION

Requests for use of vacation time shall be submitted in writing ten (10) days in advance.
Requests shall be acted upon in writing by the Superintendent or designee within five (5)
working days.

Vacation time is earned during a period of service of twelve months duration. For employees
hired at a date other than July 1, a separate schedule exists for determining vacation days
earned for less than twelve months (see memo "Pro-rated Vacation Schedule").

The normal time for taking earned vacation is considered to be the twelve-month period
following the time it is earned. The first one-half of vacation can be taken as early as ten
months after the employment period begins. (For purposes of this Article, the “employment
period” shall mean the beginning of the fiscal year, July 1.) To avoid pressure on the other
end of the time frame, vacation days may be used as late as sixteen months after they are
earned.

Upon the beginning of the seventeenth month after the end of the year in which vacation is
earned, it is dropped from the record if it is not used.

During the month of October only, if the District determines that a custodial substitute is
needed, an employee with unused vacation may elect not to take the vacation and, under
those circumstances only, will be paid at the rate of pay that the employee’s substitute would
have been paid if the employee had taken vacation. This paragraph applies only when an
employee substitutes in his/her regular assignment, and not for any other employee.

13



Article VIII — Guidelines Regarding Vacation (continued)

This provision shall not be construed to require the employer to pay overtime in the
circumstances described in this paragraph.

While there will be a six-month period when an employee may have access to vacation time
from two different years, typically vacation time would not be taken back-to-back for a
prolonged period to the detriment of the work to be done. Vacation will be granted by the
supervisor at the employee's request, if the granting of such request does not interfere with
District operations.

Employees have the responsibility to use vacation prior to separation. The supervisor may
extend employment at his/her discretion in order to complete needed work.

PERIOD OF SERVICE:
July May | July July November
2006 | 2007 2008
PERIOD OF VACATION TIME:
Deadline
One-Half For Use

14



PRO-RATED VACATION SCHEDULE

NEW CLASSIFIED EMPLOYEES

First-year classified employees of the Linn-Mar Community School District, who are eligible

for vacation, shall earn said vacation at the following rate:

NO. OF DAY VACATION EARNED

EMPLOYEE STARTING DATE AS OF JULY 1, 2007
July 2006 10
August 2006 9
September 2006 | 8
October 2006 7
- November 2006 6

December 2006 ' 5
January 2007 4
February 2007 3
March 2007 2
April 2007 1
May 2007 0
June 2007 0

Employees who do not complete one year of service with Linn-Mar are eligible for earned

vacation (after the 1* of July following the hiring date) but not pay in lieu of vacation.
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ARTICLE IX

REDUCTION IN FORCE

The District may determine that it is necessary to reduce the number of employees. In the
event of a reduction, the affected employee(s) will be notified at least fourteen (14) days prior

to the effective date of such reduction.

Reduction in the number of employees will be based upon the needs of the school system as
/ determined by the Administration and the skill, ability, competence, and departmental

seniority of the employee(s) affected.

If an opening occurs in the areas affected by the reduction within six (6) months of the date
of the reduction, those employees on staff reduction will be given consideration for recall

based on the needs of the school system as determined by the Administration.

An employee, who fails to return to work, if recalled, within five (5) working days after
being notified by certified mail to the employee's last known address shall lose his/her status
as an employee.

ARTICLE X

EVALUATION

A. EVALUATION

Each employee shall receive a written evaluation at the end of the probationary period
and annually thereafter. The evaluation shall be completed by the employee's
immediate supervisor or designee and reviewed by the Director.

An employee's evaluation shall be discussed with the employee and the employee
shall have the right to make written comments thereon. The signing of the evaluation
report does not signify agreement with the report, but only that the employee has seen
the report and it has been discussed with the employee.
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Arnticle X - Evaluation (continued)

A copy of the evaluation shall be given to the employee. Documents may be placed
in the employee’s personnel file only upon notice to the employee.

B. EMPLOYEE DOING EXCEPTIONAL JOB

An employee whose performance is outstanding may be recommended for additional
compensation by placement on the salary schedule at a higher level for the next year
than they would normally be placed. Placement may be an additional half-step or one
full step from the placement that the employee would otherwise be placed.

The Building Principal or the Director may make a recommendation regarding
outstanding performance by an employee to the Executive Director of Human
Resources by January 1.

The Executive Director of Human Resources will review the recommendation with
the Director, the Superintendent, and the Negotiations Team by February 1.

C. EMPLOYEE NOT DOING A SATISFACTORY JOB

* An employee may be placed on probation up to sixty (60) days, by the Director at any
time for unsatisfactory performance, providing a conference has been held with that
employee and reasons for the dissatisfaction have been given in writing prior to the
employee being placed on probation. If requested by the employee, a member of the
Service Personnel Executive Council may be present.

Following the probationary period a conference will be held by the Director with the
employee to determine whether performance has improved to satisfaction.

If performance is still unsatisfactory, written notification must be given by the
Director to the employee and to the Executive Director of Human Resources within
five (5) working days following the conference.
Within ten (10) working days of receiving such written notification, the Business
Administrator will schedule a meeting with the employee and the Director to
determine what further action is to be taken. Some of the alternatives that may be
considered are:

Extending probationary period;

Holding on salary step for the next year;

Dismissal from the position.

Within ten (10) working days of the meeting, the employee will be notified of any
action to be taken.

17



Article X - Evaluation (continued)

D. PERSONNEL FILE

Employees shall be entitled to review his/her personnel file, upon request and in the
presence of the Support Services Dircctor or the Director of Food Service or their
designee. The district shall be entitled to reimbursement of the actual cost of copying
the personnel file.

18



ARTICLE XI

GRIEVANCE PROCEDURE

The grievance procedure established hercin shall be used for the purpose of orderly
negotiation between the parties concerning all claims or disputes contained in this agreement,
subject to collective bargaining between the parties, during the term of this Agreement.

The failure of an employee or the Union to act on any grievance within the prescribed time
limits shall constitute a waiver of the alleged grievance and will act as a bar to further appeal
of the alleged grievance. The employer’s failure to give a decision within the prescribed time
limits shall permit the grievant to proceed to the next step. The time limits may be extended
by mutual agreement.

Step One Within (5) working days after the occurrence or knowledge of the situation,
condition, or action of management giving rise to the grievance, the aggrieved
shall make it known it writing to the Support Services Director/Director of
Food Service.

Within five (§) days, the Director may call a meeting of the parties involved,
and shall sit down to discuss the situation in a location away from a stream of
traffic and routine place of work. The aggrieved shall clearly state that he/she
is pursuing settlement of a grievance. One member of the Executive Council
may be present, at all stages.

After the Director has been properly and thoroughly informed of the
grievance, he/she will have (5) working days to respond to the grievance.

Step Two If the grievance is not resolved within (5) working days after informing the
Director at the Step I meeting, the aggrieved may present a written grievance
to the Business Administrator or his/her designee.

The Business Administrator shall then have (5) five working days to render a
decision in writing to the grievant.

Step Three  If the grievance is not resolved satisfactory at Step Il, it shall be reviewed by
the Union to determine if there shall be a third step of impartial binding
arbitration. ‘

If a demand for arbitration is not filed within twenty (20) working days of the
Step II reply then the grievance will be deemed settled on the basis of the Step
Il answer. Grievances which have been proceeded through Step II of this
procedure and only such grievances shall be submitted to arbitration as
provided below:

19



Grievance Procedure (continued)

The Union shall submit, in writing, a request to enter into such arbitration.
The arbitration proceedings shall be conducted by the arbitrator to be selected
by the two parties within five (5) working days said notice is given. If the two
parties fail to reach agreement on an arbitrator within five (5) working days,
the Public Employment Relations Board shall be requested to provide a panel
of five (5) arbitrators. This request shali be in the form of a written
communication from the grievant or the Union which shall serve as a joint
request. The parties shall determine by coin toss which party shall have the
right to remove the first name shall do so within two (2) working days and the
other party shall have one (1) additional working day to remove one of the
remaining names. Each party shall alternately strike one name. The person
whose name remains shall be the arbitrator.

The decision of the arbitrator shall be submitted in writing within twenty (20)
working days following the close of the hearing or the submission of briefs by
the parties, whichever is later, unless the parties agree to an extension thereof.
The decision of the arbitrator shall be binding on the parties.

The arbitrator shall have no power to alter, change, detract from or add to the
provisions of this Agreement, but shall have power only to apply and interpret
the provisions of this agreement to the settlement of grievances arising
hereunder.

The cost for the services of the arbitrator, including per diem expenses if any,
and actual and necessary travel, subsistence expenses, and the cost of the
hearing room shall be borne equally by the Board and the Union. Any other
expenses incurred shall be paid by the party incurring the same.

20



GRIEVANCE REPORT

Certified Employee Unit Date Filed

Name of Grievant Number

Distribution of Form:

Building and Department
1. Certified Employee Unit
2. Employee
3. Appropriate Supervisor
4. Business Administrator

STEP 1
A. Date Violation Occurred
B. Date Level I Meeting Held
C. Parties Present at Level | Meeting
D. Section(s) of Agreement Violated
E. Statement of Grievance
F. Relief Sought
Signature Date
G. Disposition by Immediate Supervisor
Signature of Immediate Supervisor Date
H. Disposition Accepted Rejected Comments:
Signature Date

21



STEPII

Signature of Grievant . Date Received
by Business Administrator

Disposition by Business Administrator

Signature of Business Administrator Date
Disposition Accepted Rejected Comments:
Signature Date



ARTICLE XII

JOB POSTING AND BIDDING

All full-time open jobs will be posted for bids throughout District facilities for a period of
three (3) working days. Employees on summer break who wish to receive notice of job
openings or vacancies must submit notice of this interest in writing to the Support Services
Director. Employees who submit their indication of interest in writing will be called at the
home telephone number provided when postings come open. The posting will include the
job title, shift assignment, length of work year, and hours. Qualifications and rate of pay are
available through the Support Services Director or Director of Food Service or their designee.
The employer maintains the sole right to prescribe the qualifications necessary for each
posted open job and selection will be on the basis of seniority when applicants are
determined by the District to be qualified for the position. All posted vacancies will be filled
within thirty (30) days of posting if there is a qualified bidder.

An employee who bids to a posted job and fails to perform that job or to show potential for
qualifying within the training period which shall be sixty (60) working days, shall be
disqualified from that job. A disqualified employee shall be placed on any open job, most
recently held by that employee, provided that employee is qualified to perform the job. If no
such job exists, the disqualified employee shall be placed on any open job where the District
believes that employee can qualify. If no such job exists, the disqualified employee will be
terminated.

An employee who qualified for and is awarded a posted job with a higher rate of pay shall be
moved across the pay schedule to a rate of pay which is equal to, or greater than, the rate of
pay from which they are leaving.

An employee who qualified for and is awarded a posted job with a lower rate of pay shall be
moved to a pay which corresponds with that employee's year of service in the certified
bargaining unit.

A full-time employee who qualified for and is awarded a posted job shall not bid for another
job more than two (2) times in a 12-month period from the time of assignment to the posted
job.
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ARTICLE XIII

OVERTIME

ASSIGNMENT OF OVERTIME

The District will select employees to work overtime, when required. If there is a need
for only one employee, the overtime will be offered to the staff in the building in
order of seniority. If the employees in the building decline the overtime, it shall be
offered to swing shift employees in order of seniority. If no one accepts the overtime,
the least senior qualified employee in the building or on swing shift must accept the
overtime or be counted absent. If more than one employee is needed for overtime, the
first employee must be from the building or a swing shift employee. The additional
employees needed to work overtime will be offered to the staff in the building in
order of seniority, starting with the most senior qualified employee. If the employees
in the building decline the overtime, it shall be offered to other qualified employees in
the order of their seniority who are on the district list of employees interested in
obtaining overtime assignments. If no one else accepts the overtime, the least senior
qualified employee in the bargaining group must accept the overtime or be counted
absent. Provided, however, no employee will be required to work more than twelve
(12) consecutive hours. The provisions of this section do not apply to an emergency
situation.

No employee may report back to work with less than an eight (8) hour rest period
after the end of their regular shift or an extended hours shift.

NOTIFICATION

For scheduled activities, the District will notify employees at least five (5) working
days in advance of any overtime assignment except in emergency and/or unexpected
situations as determined by the District. Employees shall be paid at a rate of time and
one-half of their base rate for hours worked in excess of forty (40) in any single work
week or hours worked and authorized leave time totaling forty (40) or more hours in
any single work week.

REPORTING PAY

Employees called in by his/her appropriate supervisor to work after his/her regular
shift will be paid two (2) hours at his/her base rate times one and one-half (1 1/2)
times. Employees when called in to work under this provision shall work no less than
two (2) hours.
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! Article XIII — Overtime (continued)

D. COMPENSATORY TIME

The District shall have the option of paying employees who work overtime (over
forty hours per week) at the rate of 1.5 hours for every overtime hour worked or
providing compensatory time at the rate of 1.5 hours for every overtime hour worked.
Compensatory time may be accumulated to a maximum of 240 hours (160 hours
worked). Employees are encouraged to use compensatory time within the same
period it is earned, if possible, and if District operations will not be disrupted.
Requests for compensatory time shall be submitted in writing five (5) working days in
advance. Requests shall be acted upon in writing by the Superintendent or designee
within two (2) working days. Accumulated compensatory time may be carried over
from one year to the next.



ARTICLE XIV

SENIORITY
SENIORITY

Seniority means a regular full-time employee's length of service since his/her last date
of hire. Seniority for regular part-time employees shall be prorated depending on the
percentage of their time to full-time. Seniority shall be administered on a job
classification basis, the length of time in a job category. (Custodian I and II shall be
considered one job classification for the purpose of seniority only.)

PROBATION

A new employee shall serve a probationary period of (60) sixty working days upon
completion of the probationary period, he/she shall be put on seniority list and his/her
seniority shall be determined from his/her last date of hire. Probationary employees
may be terminated for any reason without recourse to any procedures in this
Agreement.

POSTING

In December, the employer shall post on appropriate bulletin board a seniority list
showing job classifications and the continuous service of each employee. A copy of
the senionity list shall be sent to the Union when it is posted.

Protest of, errors in, or omissions from such list must be made to the employer within
ten (10) days from the date of the furnishing of such lists and revisions thereof. If no
protests are made within the ten (10) day period, the list will be considered accurate
and no further appeal or grievance will be permitted.

BREAKS IN SERVICE

An employee's seniority record shall be broken by voluntary resignation, discharge,
reduction in force and retirement. Should an employee laid off return to work within
one year, the seniority will pick up from the date of his/her return. Seniority rights
will be forfeited if the continuous period of layoff exceeds one year. An employee
who is absent from work for three consecutive days without notification for valid
reason to the Employer will be considered having resigned.

Should an employee leave the job classification represented by the Union, the
employee's seniority will be frozen. Should he/she return to the previous job
classification, his/her seniority shall continue from the seniority level previously
attained.
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ARTICLE XV

DUES DEDUCTION

Upon receipt of a lawfully executed, written authorization from an employee, which may be
revoked at any time by giving thirty (30) days written notice, the Board agrees to deduct the
regular monthly Union dues of such employees from his/her pay and remit such deductions
by the fifth (S5th) day of the succeeding month to the official designated by the Union in
writing to receive such deductions. The Union will notify the Board in writing of the exact
amount of such regular membership dues to be deducted. The Board shall deduct the
monthly dues of each employee from his/her salary each month. Requests for dues

deductions shall continue until revoked by the employee.
The Union agrees to indemnify and hold the Board harmless against any and all claims, suits,

orders or judgments brought or issued against the Board as a result of any action taken or not

taken by the Board under the provision of this article.
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ARTICLE XVI

HEALTH AND SAFETY

The District will exert every reasonable effort to provide and maintain working conditions,
supplies, and equipment of a safe nature for the employees. The Union will cooperate to that
end and will encourage all employees in the course of performing their regularly-assigned
duties to be alert to unsafe and/or unhealthy practices, equipment, and conditions, and to
report any such unsafe and/or unhealthy practices and conditions to their immediate
SUpervisors.

It is recognized that each employee has a primary responsibility for his’her own safety and
an obligation to know and observe safety rules and practices as a measure of protection for
himself/herself and others.

In the event of accident or injury, the employee shall complete and submit a report to the
Office of Human Resources within forty-eight (48) hours unless the employee is hospitalized.
In the case of hospitalization, the employee shall complete and submit a report to the Office
of Human Resources within two (2) working days after discharge. Also, the employee shall
inform the immediate supervisor of any injury or accident.
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ARTICLE XVII

COMPLIANCE CLAUSES AND DURATION

SEVERABILITY

If any provision of this Agreement shall be declared illegal by a court of competent
jurisdiction, then such provision shall be deleted from this Agreement to the extent

that it violates the law. All other provisions, not affected by those provisions which
have been invalidated, shall remain in full force and effect.

FINALITY

The parties acknowledge that during negotiations which resulted in this Agreement,
each had the unlimited right and opportunity to make demands and proposals with
respect to any subject or matter not removed by law from the area of collective
bargaining, and that the understandings and agreements arrived at by the parties after
the exercise of that right and opportunity are set forth in this Agreement. The
foregoing shall not, however, preciude the parties mutually agreeing to an amendment
of this Agreement, nor preclude the parties from proposing the negotiation of any
item for the purpose of such amendment.

TERM

This agreement shall become effective as of July I, 2006, and shall be in force and
effect through June 30, 2008. '

The District may re-open negotiations prior to June 30, 2007 if District new money
for the 2007-2008 fiscal year is less than 8%. SEIU may re-open negotiations prior to
June 30, 2007 if District new money for the 2007-2008 fiscal year is more than 8.5%
and/or if insurance costs increase more than 10% for the 2007-2008 fiscal year.
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SIGNATURE CLAUSES

IN WITNESS WHEREOF, the partics hereto have caused this Agreement to be
signed by their respective representatives, and their signatures placed thereof, all on
the __28th day of June , 2006.

SEIU LOCAL 199 LINN-MAR COMMUNITY SCHOOL
DISTRICT '
in the county of Linn, State of lowa

By // / : Wz/«_, By Zlkﬂ/l&u JWZ% )

Pres:dcnl SETU Local 199 Superintendent

~ - on
Chief Negotiator

ey >
By - A\, e

'\Ncgoua(ng Team Member

Negotiating Team Member

Negotiating Team Mémber

By,/ q’ /(

N golmlm am M bel

>
BYZ(L//Z#X‘//A/?

By

"Nuvolm(m L m Munhu

By \:5(&‘“@ C, ck,OvQ &DL.-(‘,-\.\

@g@uing Team Member
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MEMORANDA OF AGREEMENT

LINN-MAR BOARD OF DIRECTORS

LINN-MAR SERVICE PERSONNEL UNION

The following pages represent memoranda of agreement reached during negotiations between

the Linn-Mar Board of Directors and the Linn-Mar Service Personnel Union.

These agreements are outside the negotiated master agreement, and are not subject to the

grievance procedure.
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MEMORANDUM OF AGREEMENT

SUBJECT: IMPASSI: PROCEDURE

The Impasse Procedure shown herein was negotiated by the parties for the 1979-1980
contract year, and is to remain in effect for subscquent years unless either party requests that
it bc renecgotiated.

IMPASSE PROCEDURE

In the event the District and the Union shall at any time reach an impasse (impasse
shall mean the faiture to reach an agreement in the course of negotiations), or if
agreement has not been reached 120 calendar days before the District's budget
certification date, either party may declare an impasse exists on the specifically
defined impasse items. Both parties will send official notification of the impasse to
the Public Employment Relations Board (PERB). That official notification shall
include the expected date when mediation will begin. Nothing in the following
impassc procedure shall preclude cither party from presenting, in the interest of
rcaching agrecment, a proposal at any state in the procceding,.

MEDIATION

At the ime the official notification of impasse is transmitted to the PERB, a request
shall be made to the Federal Mediation and Conciliation Service to designate
mediator. If a mediator from this source is not available within five (5) days after the
request is made, either party may request the PERB to appoint a mediator. Copies of
this request shall be transmitted to the other party. Both parties shall continue
bargaining until a mediator is appointed.

It shall be the function of the mediator to bring the parties together to effect a
scttlement of the dispute. The mediator may not compel the parties to agree, and shall
have the right to direct the parties to continue negotiations on any of the impasse
items.

The mediator shall make no public statcments on the negotiation issues or public
statement ol findings of fact in conncction with the performance of his service, nor
any public statements cvaluating the relative merits ol the positions of the parties
cxcept by mutual agreement of the parties.

ARBITRATION

1.

If an impasse persists sixty (60) days after a mediator has initially met with the
parties, the parties may continue to negotiate or, either party may call for final offer
arbitration which shall be binding. The request for arbitration shall be in writing and
a copy of the request shall be served to the other party and to the PERB.
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IMPASSE PROCEDURE (continued)

2 The partics shatl attempt to agree upon a single arbitrator. 1 agreement on the
arbitrator is not reached within three (3) days alter the call for final ofter arbitration,
cither party may request a hist ol live arbitrators from the PLER. "The partics shall
determine by lot which party shall have the right to remove the first name from the
list. The party having the right to remove the first nume shall do so within two (2)
calendar days and by alternate turns cach the parties shall remove additional names.
Each party shall be allowed one day to remove each name. The person whose name
remains on the list shall be the arbitrator.

3. The Board and Union shall submit to the arbitrator within four (4) days of notification
by the arbitrator, a final offer on each specific impasse item. Each party shall also
submit a copy of a draft of the proposed collective bargaining agreement
to the extent to which agreement has been reached. The partics may continue to
negotiate all offers until an agreement is reached or a decision rendered by the
arbitrator. Should the parties rcach agreement on an impassc item they shall
immediately report their agreement to the arbitrator. The arbitrator shall add the
agreed upon terms 1o the collective bargaining contract and shatl no longer consider
the final offers of the partics on that impassce item.

4. The arbitrator shall at no time engage in an cffort to mediate or otherwise settle the
dispute in any manncr other than that prescribed in this section.

From the time of appointment until such time as the arbitrator makes a final deter-
mination, there shall be no discussion by the arbitrator concerning recommendations
for settlement of the dispute with any parties other than those who are direct parties to
the dispute. The arbitrator may hold formal or informal hearings, examine witnesses
and documents, take testimony and receive evidence, require the attendance of
witnesses and the production of records to assist in making a decision or settlement.

5. The arbitrator shall consider, in addition to other relevant factors, the following:
A. Past agreements between the partics including the negotiations that led up to

such agreements:

B. Compansons of wages, hours and conditions of employment of the involved
cmploycees with thosc of other employees doing comparable work, giving
considcration to factors peculiar to the area and the classifications involved.

C. The interest and weltare of the public, and the ability of the employer to
finance cconomics adjustments, and the effect of such adjustments on the

normal standard of service;

D. The power of the public employer to levy taxes and appropnate funds for the
conduct of its operation.
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IMPASSE PROCEDURE (continued)

6. Within fifteen (15) days after the first meeting, the arbitrator shall select the most
reasonable offcr, in his judgement, of the final offers on each impasse item submitted
by the parties. The arbitrator shall give written explanation for the selection of offers
and inform the parties of the decision. The selection by the arbitrator and the items
previously agreed upon by the Board and the Union shall be deemed to be the
collective bargaining agreement between the parties.

COSTS

All costs for mediation, fact-finding, and arbitration shall be borne equally by the
District and the Union, except the cost of any representatives of each party shall be
borne by that party.
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MEMORANDUM OF AGREEMENT

UNION RIGHTS

Use of Facilities

The Union shall have the right to hold a reasonable number of meetings on school
district property, which will include an annual contract ratification meeting,
immediately before or immediately after day shift change, providing such meetings in
no way interfere with any aspect of district operations. All such meetings must have
prior approval of the Director of Buildings and Grounds or designee. Any out-of-
pocket expenses to the District resulting from such meetings will be borne by the
Union.

Communications

The Union shall have the right to post notices, approved and initialed by the Director
of Buildings and Grounds or designee, of activities and matters of Association
concern on employee bulletin boards, in areas designed for employee use such as
employee lounges, but not in areas open to the public or students. The Union may
use the district employee mailboxes for communications to employees for a
reasonable volume of communications to employees.

Access to Members

Duly authorized representatives of the Union, so designated on a list provided

to the Business Administrator and the Director of Buildings and Grounds at the
beginning of each school year, shall be permitted to transact official Union business
during working hours if the nature of the business and the amount of time anticipated
for such business is made known to the Director of Building and Grounds or
designee. This business shall not interfere with or interrupt normal school operations.

Information

The Union shall be furnished on request, regularly and routinely prepared information
concerning the financial condition of the school district, including the annual
financial report. In addition, the Board and the Administration will grant reasonable
requests for other readily available public information which shall be relevant to
negotiations and/or the processing of a grievance. Nothing herein shall require the
administrative staff to research and assemble information. A copy of the District
working budget will be forwarded to the Union chairperson after it is printed.

Discipline

An employee may not be discharged, suspended without pay, or otherwise disciplined
except for just cause.



MEMORANDUM OF AGREEMENT

ON-CALL PROCEDURE

Prior to the beginning of each fiscal year, the Support Services Director will post an on-call
rotation schedule. Employees required to participate in the on-call rotation will select a
minimum of five (5) rotations by seniority.

Employees required to participate in on-call rotation will be forced no more than five (5)
rotations per fiscal year.
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